Abstract: This paper uses an independent competing risks framework to model job tenure, with previous labour market status and the duration of the preceding unemployment spell as explanatory variables. We find that jobs that follow an unemployment spell have shorter mean duration than other jobs. Less than one half of jobs that follow unemployment last for twelve months. Multivariate results suggest that an unemployment spell has a severe penalty on subsequent job tenure. However, men and women who spend more time unemployed and searching for work are rewarded with a better worker-firm match in their subsequent job.
Non-technical Summary
The aim of this research is to investigate the type of work the unemployed enter, and how an experience of unemployment affects an individual's future job tenure. What proportion of the unemployed, for example, enter full-time employment, part-time employment or selfemployment? For how many is the subsequent employment spell merely a stopgap job? For how long do they remain in this employment, and do they re-enter unemployment? Does one unemployment spell initiate a period of high labour market mobility? Answers to such questions provide important information on how an unemployment experience affects an individual's future employment career. This paper studies job tenure in Britain in the 1990s with particular emphasis on jobs following an unemployment spell. This allows the investigation of the impact of unemployment on subsequent job tenure. We use an independent competing risks framework with previous labour market status and the duration of the preceding unemployment spell as explanatory variables. Two different specifications are considered. The first uses reasons for job termination as the competing risks, and the second uses subsequent employment status. Allowing for a fully flexible baseline hazard rate yields more robust results than those obtained from parametric approaches, and provides information on the impact of unemployment experiences on subsequent job tenure. We also explore age and gender differences in job tenure in some detail. Individual level data from the British Household Panel Survey (BHPS) are used, which provide accurate information on employment and unemployment spell duration for men and women in the 1990s. We are unable to estimate structural models of job tenure as wage information on all jobs held over the period is not available, and instead we present reduced form specifications. The important distinguishing feature of this work is that we focus particularly on job tenure following unemployment to investigate whether the unemployed find work that is stable and sustained.
Our results show that more women than men enter part-time work from unemployment. Temporary jobs and layoffs account for the termination of the largest proportion of jobs that follow unemployment among men, while quits explain a greater proportion among women. Temporary jobs are the main cause of short job tenure, implying that unemployed workers accept short-term temporary jobs as a route back into work. The relatively high exit rate through layoffs among men suggests that the unemployed also accept poor quality jobs that have high destruction rates. Examining subsequent labour market states supports this, as approaching one half of men who leave a temporary job or who are laid off re-enter unemployment compared with one third of those who quit. Twenty percent of men and women who find work following a spell of unemployment re-enter unemployment within twelve months.
Multivariate analysis shows that previous labour market status is important in determining the probability of upward career mobility, although the duration of the previous unemployment spell has no effect. Individuals who enter a job from unemployment are four times more likely to be laid off from their subsequent job, and are three times more likely to (re)enter unemployment than those entering from another job. Therefore unemployment has a severe penalty on subsequent job tenure. However, the duration of the previous unemployment spell reduces the exit rate from the subsequent job. This suggests that men and women who spend more time unemployed and searching for work are rewarded with a better worker-firm match. They are less likely to experience a firm initiated separation (layoff) or a worker initiated separation (quit) in their subsequent job. Further, we find that the duration of the preceding unemployment spell has a negative and significant impact on the probability of the subsequent job ending in another spell of unemployment for both men and women. Age, marital status, employment status of spouse, ethnicity, education, industry and firm size emerge as important determinants of job tenure.
Investigating age differentials shows that the duration of the unemployment spell reduces the probability of leaving the subsequent job more for men and women aged under 25 than for more mature individuals. This suggests that unemployment has less effect on future labour market behaviour for younger workers. Further investigation of gender differences suggests that women are more likely to quit from a job and less likely to be laid off than men. Women are significantly more likely to leave the labour market than men, although this differential is reduced if women enter a job from unemployment or economic inactivity. The probability of leaving the labour market falls with the duration of the preceding unemployment spell for men but not for women.
Introduction
A concern of many Western governments in recent years has been persistently high rates of unemployment, and particularly long-term unemployment, resulting in a wide range of policies targeted at the unemployed in market economies worldwide. This concern arises from the loss of output caused by individuals out of work, the loss of income and skills which may accompany jobless periods, and the additional costs to government expenditure.
1 A major aim of the Government is to reduce the social security bill by encouraging the unemployed to find jobs through significant new initiatives such as the Welfare to Work programme and the New Deal. 2 In order to be successful, any policy with such objectives requires those finding work to remain in employment for some time. The social security bill will not be permanently reduced if those moving into work find themselves again unemployed a few months later.
The aim of this research is to investigate the type of work the unemployed enter, and how an experience of unemployment affects an individual's future job tenure. What proportion, for example, enter full-time employment, part-time employment or self-employment? For how many is the subsequent employment spell merely a stopgap job? For how long do they remain in this employment, and do they re-enter unemployment? Does one unemployment spell initiate a period of high labour market mobility? The answers to questions such as these will provide important information on how an unemployment experience affects an individual's future employment career.
Unemployment persistence and state dependence in unemployment have received much attention in the labour economics literature (see for example Arulampalam et al, 2000; Elias, 1993, Heckman and Borjas, 1980) . There is little doubt that certain individuals are prone to recurrent unemployment, be it due to state dependence or 1 In 1995 Unemployment Benefit payments accounted for more than £1 in every £100 spent by the Government on social security in Britain (ONS, 1999, Table 10 .21). 2 New Deal aims to improve the long-term job prospects of the most disadvantaged benefit recipients in order to achieve higher levels of overall employment. It covers four main groups; those aged 18-24 who have been claiming Jobseeker's Allowance for six months or more, those aged 25 and over who have been claiming Jobseeker's Allowance for two years or more, lone parents whose youngest child has reached school age, and people with disabilities (Wood, 1998). unobserved heterogeneity. Arulampalam et al (2000) conclude that less than one quarter of observed persistence in unemployment among young men is accounted for by state dependence, compared with 40% for mature men. This implies that, for mature men in particular, there is a causal link between past and current unemployment experiences.
Reasons for such a link include loss of work experience or human capital in unemployment, or unemployment being used by employers as a signal of low productivity (Phelps, 1972; Lockwood, 1991; Pissarides, 1992; Blanchard and Diamond, 1994) . Pissarides (1994) suggests that the unemployed are more likely to enter 'bad' jobs, which are characterised by low start up costs, low wages and low productivity, and which suffer from high rates of job destruction.
Hazard rates from unemployment have also been studied, where the effects of individual heterogeneity and unemployment insurance schemes on unemployment duration have attracted particular interest (Narendranathan and Stewart, 1993; Arulampalam and Stewart, 1995; Dolton and O'Neill, 1996; Böheim and Taylor, 2000) . Age, health, housing tenure and labour demand consistently emerge as important determinants of unemployment duration.
However, the effect of unemployment duration on future work patterns and subsequent job tenure are relatively under-studied.
Recent work has shown that job displacement involves a fall in subsequent earnings. , for example, show that wages in jobs accepted by those out of work have fallen relative to others in the labour market. Gregg, Knight and Wadsworth (1997) find that job loss results in wage losses of 10-12% on average, but result in much larger losses for older workers and the less educated. Nickell et al (1999) report a strong tendency for the costs of unemployment in terms of wage losses to have increased in recent years for all men except those in the lowest skill group. The largest losses are found in the highest skill groups.
Similarly, Gregory and Jukes (1997) show that the duration of an unemployment spell has a long-term impact on earnings, particularly for older men and those who had higher than average earnings beforehand. There are a number of explanations for such wage loss including the loss of firm specific capital, the loss of wage premia, and erosion of human capital while unemployed. If layoffs are an indication of ability, then a fall in wages is to be expected (Gibbons and Katz, 1991) . Evidence from the U.S. suggests that some losses are recouped after two years, although some differential persists perhaps due to repeated job losses (Ruhm, 1991; Jacobson, LaLonde and Sullivan, 1993 , Farber, 1993 , 1997 Huff Stevens, 1997; Gustafson, 1998) .
Evidence suggests that the 1990s in Britain have been a time of relatively high job turnover and shorter job tenure (Gregg, Knight and Wadsworth, 1997; Booth, Francesconi and GarciaSerrano, 1999) . New entrants in particular appear to have experienced higher levels of job mobility and a decline in job duration (Gregg and Wadsworth, 1995; Booth, Francesconi and Garcia-Serrano, 1999 ). This could have major implications on the supply and demand of work-related training (Arulampalam and Booth, 1998) , reducing the average skill levels of the workforce. Perhaps more importantly, high job turnover increases the risk of experiencing unemployment, e.g. through frictions in the matching process. Burgess and Rees (1998) , however, investigate changes in job tenure for Britain and find no evidence of secular change ("end of a job for life") over the period 1975 to 1993. Nickell et al (1999) find little or no evidence of any trend increase in the chances of men becoming unemployed over the last 20
years. However, they conclude that the rising cost of job loss has contributed to the increase in the feeling of job insecurity among British men since the early 1980s.
Job tenure depends on within-firm promotions, moves across firms, layoffs and quits.
3 Gibbons (1996) provides a survey of within-firm organisation in the U.S.. Dolton and Makepeace (1992) provide evidence on occupational and career mobility, job tenure and reasons for job termination in Britain using the 1980 Survey of Graduates and Diplomats. document patterns of career mobility and investigate various factors affecting the probabilities of workers' promotions, quits and layoffs. Other British studies have focused explicitly on internal labour markets (Gregg and Machin, 1993; Audas, Barmby and Treble, 1997) . A wider literature on quits and layoffs is available, much originating from the job search and matching theories (Burdett, 1978; Burdett and Mortensen, 1980; Gottschalk and Maloney, 1985; McLaughlin, 1991) .
Employment security and protection from dismissal have a direct impact on job tenure. The view that workers should be protected from the loss of firm-specific capital has led many (European) countries to introduce severance pay for dismissed workers. It has been claimed that this compensation has a depressing effect on employment and participation rates (Lazear, 1990) . Bertola (1990) has contested this view and found no correlation between the strictness of an employment regime and average employment levels.
This paper studies job duration in Britain in the 1990s, with a particular focus on jobs immediately following an unemployment spell. 4 This allows an investigation of the impact of unemployment on subsequent job tenure. We use an independent competing risks framework to model the duration of job tenure, with previous labour market status and the duration of the preceding unemployment spell amongst the explanatory variables. We consider two different specifications. The first specification uses the reasons for terminating a job as the independent competing risks to examine if certain characteristics are associated with specific job terminations. The second specification focuses on the longer run patterns of labour market experience and uses the employment status after the post-unemployment job as alternative outcomes.
We use a flexible baseline hazard to allow for non-monotonic variation in the hazard rates with job tenure, and to capture a wide range of possible effects of spell duration on the hazard rate. The results are more robust than those obtained from parametric approaches and provide important information on the impact of unemployment experiences on job tenure. We also explore age and gender differences in job tenure in some detail. Individual level data from the British Household Panel Survey (BHPS) are used, which provide accurate information on employment and unemployment spell duration for men and women. As wage information on all jobs held over the period studied is not available, we are unable to estimate structural models of job tenure and instead present reduced form specifications. 5 The important distinguishing feature of this work is that we particularly focus on job tenure following unemployment to investigate whether the unemployed find work that is stable and sustained.
Our results show that previous labour market status is important in determining the probability of upward career mobility (promotion), although the duration of the previous unemployment spell has no significant effect. Individuals who enter a job from unemployment are four times more likely to be laid off from this job, and are three times more likely to (re)enter unemployment than those entering from another job. Therefore unemployment has a severe penalty on subsequent job stability. However, there is a negative relationship between the duration of an unemployment spell and the exit rate from the subsequent job. This suggests that men and women who spend more time unemployed and searching for work are rewarded with a better worker-firm match. They are less likely to experience a firm initiated separation (layoff) or a worker initiated separation (quit) in their subsequent job. Further, we find that the duration of an unemployment spell has a negative and significant impact on the probability of the subsequent job ending in another spell of unemployment for both men and women.
An investigation of age differentials suggests that unemployment has less affect on future labour market behaviour for younger workers. We also find that women are more likely to quit from a job and are less likely to be laid off than men. Women are significantly more likely to leave the labour market than men, although this differential is reduced if women enter jobs from unemployment or economic inactivity. The probability of leaving the labour market falls with the duration of the preceding unemployment spell for men but not for women. Age, marital status, employment status of spouse, ethnicity, education, industry and firm size also emerge as important determinants of job tenure.
Estimation Framework
The typical framework used in the empirical analysis of labour market transitions is the jobsearch approach (see for example, Burdett, 1978; Burdett and Mortensen, 1980; Lancaster, 1990; Devine and Kiefer, 1991) . The duration of a labour market spell is modelled by specifying the conditional probability of leaving that spell, the hazard rate. The hazard rate from a job can be seen as the sum of two probabilities: the probability of a worker receiving an acceptable alternative job offer and the probability of a worker being laid off. Within firm promotions occur when a worker receives a new job offer from the same firm.
In general workers will leave jobs if the expected utility flows available outside the job exceed those in the job plus any costs incurred through leaving. Firms will terminate a job if the profits from doing so less costs exceed the profits of maintaining the job. We might expect the hazard rate from jobs to fluctuate non-monotonically with duration. Job separation rates may increase initially, as workers and firms learn about the quality of the match, and only the satisfactory job matches will survive. Thereafter, job separation rates will decline (Jovanovic, 1979) . Similarly, the acquisition of job or firm-specific skills implies a hazard rate that declines with job tenure (Becker, 1962; Mortensen, 1978) . However, on-the-job search suggests that quitting rates will increase with job tenure, as workers will have more time to find an acceptable alternative match. The shape of the hazard rate is therefore an empirical question. We use a flexible baseline hazard to allow for non-monotonic variation in the hazards with job tenure, and to capture a wider range of possible effects of spell duration on the hazard rate.
We estimate the determinants of job tenure using a continuous time maximum likelihood Cox proportional hazards model with competing risks of exit through promotions (p), quits (q), layoffs (l) and temporary jobs (m). Such an approach is referred to in the statistics literature as an independent competing risks model, where the log-likelihood can be split into the sum of its risk-specific hazards (Lancaster, 1990) . In such a model observations which exit to a different destination are treated as censored. The cause specific hazard rate from a job is written:
where X i is a set of individual, firm and local labour market characteristics, β j are the coefficients to be estimated, t is the elapsed job duration, and θ j (t) is the baseline hazard rate, i=1,…,N; j = p, q, l, m. In our approach, θ j (t) is not restricted by any parametric specification.
Unobserved heterogeneity could be an important consideration when estimating hazard rates from employment (Farber, 1994) . Unobservable characteristics, such as motivation, effort, the propensity to take leisure on the job (to 'shirk'), or strong social or family pressure to remain in work may influence job tenure. Ignoring this unobserved heterogeneity can bias the estimated coefficients. Typically unobserved heterogeneity enters duration models as a random variable with a given distribution. This variable is usually assumed to be independent across the cause-specific hazard rates (Katz and Meyer, 1990) , common to all cause-specific hazards (Flinn and Heckman, 1982) or proportional to each other (Pickles and Davis, 1985) .
However, the inclusion of such an error term has been criticised by Narendranathan and Stewart (1993) because of its independence of time and the included covariates. They argue that introducing possible misspecifications through the unobserved heterogeneity term could bias the results of interest, and that there is no reason for any resulting distortions to be less serious than those caused by ignoring unobserved heterogeneity completely.
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To investigate whether unobserved heterogeneity is important in this sample we estimated competing risks models with a gamma-distributed heterogeneity term (Meyer, 1990) . In all the specifications, the estimate on the heterogeneity term was not significantly different from zero. 7 Therefore, we present estimation results for models with no control for unobserved heterogeneity.
The Data Source
The data used in the analysis are from Waves 1 to 7 of the British Household Panel Survey (BHPS). The first wave was designed as a nationally representative random sample of the population of Great Britain living in private (non-institutional) households in the autumn of 1991. The sample consisted of 5,500 households covering approaching 10,000 individuals.
These original respondents have been followed and they, and any adult co-residents, are interviewed at annual intervals. Children in original sample households are also interviewed when they reach the age of sixteen. The sample therefore remains broadly representative of the British population as it changes through the decade. Individuals are included in our sample until they reach the state retirement age. Our focus is on the impact of an unemployment spell on duration in the subsequent job. To each job spell we have attached a vector of demographic, household, job related and local labour market characteristics, and the details of the previous labour market status. The values of the household, demographic and local labour market characteristics are determined at the date of interview before the job start, and any jobs that start prior to the Wave 1 date of interview are discarded. 10 The definition of unemployment used in the interviews is currently not working but looking for work. It is clear that the annual recall of labour market transitions may be subject to reliability problems, and Paull (1996) provides a discussion of the issues relevant to these data. 11 However, we argue that the data provide the best available information for Britain on labour market spell duration and relevant individual demographics for men and women in the 1990s.
Descriptive Statistics
The BHPS annual employment histories provide information on 7,188 (non-agricultural) jobs experienced by working age individuals since the Wave 1 date of interview (Table 1) . Of these, 72% are in full-time employment, 20% are in part-time employment and 7% in selfemployment. Men experience more full-time jobs and self-employment, while part-time employment is substantially more common among women. Table 1 also shows that the mean duration of self-employment and full-time jobs are similar for men and women, at 20.5 months and 17 months respectively. Women, however, tend to remain longer in part-time work than men (a mean duration of 16 months for women, compared with 12 months for men). Of these 7,188 jobs, 1,097 (or 15%) follow an unemployment spell. 12 The distribution of post-unemployment jobs across job types is similar to all jobs. Men are more likely to enter self-employment or full-time work from unemployment, while women are four times more likely than men to enter part-time work from unemployment. In general, however, jobs that follow unemployment have a shorter mean duration (exceptions are part-time jobs among men and self-employment among women). Table 2 examines the distribution and mean duration of jobs by reason for subsequent termination of the job and gender. Respondents are asked to describe why they stopped doing each job held throughout the year. We have collapsed this information into four categoriespromotion, layoff, quit and the termination of temporary employment. 13 Promotions include promotions with the same employer and leaving for a better job, while layoffs include redundancies, dismissals and self-employment bankruptcies. This definition of promotions is rather unusual in including moves to better jobs outside the current employer. We have defined it this way to capture positive moves in the labour market to provide a comparison between tenure in jobs that end with positive career moves, those that are terminated involuntarily (layoffs), and those that end with exits from the labour market (quits).
12 Böheim and Taylor (2000) provide detailed analysis of these unemployment spells.
Quits include retiring, leaving for health reasons, to have a baby, or to look after the home, family or another person. Considering men initially, we see that 28% of jobs started since 1991 are terminated through promotion, 15% through quits and 10% through layoff. A further 11% of jobs are temporary jobs that come to an end, while 36% of jobs are censored.
Temporary jobs have the shortest mean duration at 6 months, followed by jobs that terminate through layoffs at 11 months. Jobs that end in promotion have the longest mean duration at 16 months. The relatively short mean duration of jobs ending in quits and layoffs supports the job matching and experience model in which the worker and the firm learn about the quality of the match over time and only satisfactory matches survive (Jovanovic, 1979) . Workers and/or firms who are unhappy with the match terminate the relationship at an early stage.
The distribution of reasons for separation is somewhat different for post-unemployment jobs than for all jobs. Jobs among men that follow unemployment spells are more likely to be terminated through redundancies, dismissals or be temporary jobs than all jobs. One fifth of post-unemployment jobs terminate through layoff and a further one fifth are temporary jobs that end. Promotions account for 18% and quits for 16% of post-unemployment job terminations. Again, however, temporary jobs and jobs that terminate through layoffs have the shortest mean duration (at 5 months and 11 months respectively), while those ending in promotion have the longest (at 16 months).
Among women, promotions account for 26% of all job terminations, quits for 22%, temporary jobs for 11% and layoffs for just 6%. A further 35% of jobs are censored. Of jobs that follow an unemployment spell, however, 23% are temporary jobs, and 15% terminate through layoffs. Therefore, again the proportion of post-unemployment jobs that end in layoffs is higher than all job terminations (by a factor of three). As found for men, jobs that end in promotion have the longest average tenure (at around 16 months), while those ending in quits and layoffs have a relatively short duration (at between 13 and 16 months respectively). This provides some support for the job matching with learning through experience model. Again, however, temporary jobs have the shortest mean duration at 5 months.
The fact that a large proportion of men and women enter temporary jobs on leaving unemployment should not necessarily be a cause for concern. Some employers may use temporary jobs as a means of screening the worker and gaining knowledge of the worker's productivity. In some cases temporary jobs may lead to more permanent positions within the same employer, or otherwise open up avenues of alternative employment opportunities. To investigate this in more detail, Table 3 and Table 4 examine the reasons for separation from a job by the subsequent labour market status for men and women for all jobs and jobs that follow unemployment. Table 3 shows that, for both men and women, about 85% of all jobs ending in promotion result in further employment. 14 Two thirds of men who quit a job remain in employment subsequently, while 22% find themselves unemployed and 12% exit the labour force. Almost 30% of quits among women result in labour market withdrawal, and under 60% in employment. A greater proportion of layoffs and temporary jobs result in unemployment (almost 40% among men and 22% and 28% among women). About 55% of jobs terminated in these ways result in further employment. Table 4 concentrates on jobs that follow an unemployment spell. This shows that, for both men and women, those who leave the job for promotion have the greatest likelihood of remaining in employment (81% and 84%). Among men, a similar proportion of those who quit, are laid-off or are in a temporary job remain in employment (about 50%). A greater proportion of layoffs and in particular temporary jobs result in further unemployment (more than 40%), while quits are more likely to result in labour market withdrawal. Among women, a lower proportion of temporary jobs result in employment than quits and layoffs (43% compared with 61% and 55%), and a considerably larger proportion result in unemployment (48% compared with 21% and 27%). Similar proportions of quits and layoffs result in labour market withdrawal (about 18%). Tables 3 and 4 show that post-unemployment jobs are less likely to result in employment.
Unemployment after such a job is more likely than after jobs in general, irrespective of the reasons for separation. Among men, a considerable proportion of post-unemployment jobs terminate through quits and especially layoffs and temporary jobs and result in re-entry into unemployment. One half of temporary jobs that follow unemployment among women also result in re-entry into unemployment. Only a few post-unemployment temporary jobs are a stepping stone towards stable employment.
15 Table 5 investigates subsequent labour market status and job tenure. Among men, 44% of all jobs terminate in job-to-job moves, 14% with unemployment, 4% with moves into economic inactivity, and 38% of jobs are censored. Those resulting in unemployment and inactivity have the shortest mean duration at 7 months and 10 months. Among women, 44% of all jobs terminate in further work, 9% in unemployment, 12% in economic inactivity, and 35% of jobs are censored. Women who re-enter unemployment have the shortest mean job tenure at 8 months. For men, a similar proportion of post-unemployment jobs as all jobs result in further employment (45%). However, one in four jobs following unemployment lead to further unemployment, and 5% into inactivity. Post-unemployment jobs which end in unemployment have the shortest mean tenure at under 7 months. The pattern is similar for women.
Unemployed individuals who find work and subsequently re-enter unemployment do so quite rapidly, on average. Table 6 shows the results of applying life-table methods to the raw data to take into account exposure risks of job termination using the non-parametric Kaplan-Meier estimator. In particular, it shows the proportion of jobs surviving for a given period of time by gender and reason for separation for all jobs and for jobs that follow an unemployment spell. The first row considers all destination states for all jobs for men, and shows that 2% of jobs last under 1 month, 6% less than two months and 12% less than three months. Less than one half of men remain in the same job after eighteen months, and only 40% remain in the job two years later.
Of jobs that follow unemployment for men, 5% last under 1 month, 11% less than two months and 21% less than three months. Only 44% of jobs that follow unemployment among men last for twelve months or more. The next three rows reveal that the main causes of such short job tenure are layoffs and temporary jobs. Some 18% of jobs that the unemployed enter are terminated through their temporary nature within six months, and 24% within a year.
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Within twelve months, 22% of jobs end through layoffs and 14% through quits. This suggests that a large proportion of unemployed men accept short-term temporary jobs that last only a few months. Many others appear to either enter jobs for which their employer considers them poorly matched, or enter poor quality jobs that are characterised by high rates of destruction (Pissarides, 1994) .
The results for women are similar to those for men, with jobs that follow unemployment having considerably lower survival rates than jobs in general. Less than one half of women remain in the same job twelve months after leaving unemployment, and only 24% two years later. As for men, the main cause of such short job tenure are temporary jobs, although as we might expect, quits are more important among women. For example, 17% of all jobs and 22% of jobs following unemployment are terminated through quits within twelve months, compared with 11% and 14% for men. Table 7 shows that, among men, about 5% of jobs terminate into further employment and unemployment within 3 months. After twelve months, 27% of jobs have ended with moves into another job, and 14% into unemployment. For women, the survival rate into unemployment is higher, but that into economic inactivity is lower. After twelve months, 36% of post-unemployment jobs have ended with moves into further work, and 25% into unemployment. These figures are similar for both men and women. Jobs that the unemployed enter tend to have shorter mean duration than jobs in general, and are more likely to terminate in further unemployment. that there are no systematic biases in the data caused by the relatively short observation window of seven years. In particular, we might expect a consistent negative relationship between the duration of the unemployment spell and that of the subsequent job. However, Table 8 suggests that there is very little systematic relationship between the two for either men or women. Indeed, if anything, longer unemployment spells appear to be associated with longer subsequent job tenure (with the exception of unemployment spells exceeding two years in length).
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These tables have shown that jobs that follow unemployment tend to have shorter mean durations and are more likely to terminate into unemployment than other jobs. They are also more likely to end through layoffs or to be temporary jobs. Part-time employment is a more common destination state from unemployment for women than for men. Temporary jobs and layoffs account for the largest proportion of jobs that follow unemployment among men.
Since almost one half of such job terminations result in further unemployment, this perhaps should be of concern to policy makers. Quits explain a larger proportion of job separations among women, supporting previous British and U.S. studies (Blau and Kahn, 1981; Meitzen, 1986; Booth, Francesconi and Garcia-Serrano, 1999) . Temporary jobs are the main cause of short job tenure among both men and women. This implies that unemployed workers accept short-term temporary jobs as a route back into employment. The relatively high rate of layoffs among men suggests that the unemployed also accept poor quality jobs that have high destruction rates.
Estimation Results
The determinants of job tenure are reported in Table 9 and Table 10 . 18 The former reports the estimates with the reasons for separation as the independent competing risks, and the latter with subsequent employment status as the independent competing risks. The descriptive statistics of all variables included in the models are reported in the Appendix. For the purposes of this paper, the variables of most interest are the previous labour market status variables and the duration of the previous spell if unemployed, and it is the impact of these that we initially consider. Table 9 shows that entering a job from unemployment has a negative and statistically significant impact on the promotion rate from that job. The promotion rate is about 30% lower for men and women who enter the job from unemployment relative to those who enter from another job. 19 Entering from economic inactivity also has a negative impact on the promotion rate for both men and women, reducing the promotion rate by 35% relative to those who enter the job from other employment. However, the duration of the prior unemployment spell on the probability of the job ending in promotion is quantitatively small and not significantly different from zero. Although the previous labour market status influences the probability of upward career mobility, the previous unemployment duration has no effect.
Entering a job from unemployment significantly increases the quit and layoff rates, and also the probability that the job will be temporary in nature, for both men and women. The quit rate is increased by about 70%, while the layoff rate is increased by a factor of four.
Therefore, individuals who enter a job from unemployment are four times more likely to be laid off than those entering from another job. Moreover, they are three times more likely to be in temporary employment. Unemployment clearly has a severe penalty on job tenure.
However, the duration of the previous unemployment spell has a significant and negative effect on the hazard rates, particularly for men. That is, the probability of a job terminating through the worker quitting, the firm making the worker redundant, or a temporary job terminating, falls with the duration of the previous unemployment spell. This result holds for both men and women (although it is significant only at the 10% level for women). 20 The size of the effect varies. Each month of the previous unemployment spell reduces the baseline hazard rate by 5% for men to quit their job. For men in temporary post-unemployment jobs, each month of unemployment reduces the baseline hazard by 9%. This suggests that, although unemployed men and women who enter work are much more likely to quit, be laid off or suffer a temporary job termination, those who spend more time unemployed and searching for work are rewarded with a better worker-firm match. They are less likely to experience a firm initiated separation (layoff) or a worker initiated separation (quit). 21 Men and women who enter work from economic inactivity have higher quit rates (by about 80%) relative to those who enter from another job. Table 10 shows that the hazard rate from a post-unemployment job into all labour market states are increased. This suggests that a spell of unemployment initiates a period of high labour market mobility. The rate into further employment is increased by about 35% for both men and women. However, the largest impact is on the rates into unemployment. These are increased more than threefold relative to that for individuals entering the job from employment. Therefore, unemployed men and women who enter work are three times more likely to subsequently (re)enter unemployment than those entering from another job. The hazard rates into employment and unemployment fall with the duration of the unemployment spell for both men and women. The coefficients are well determined. Similarly, the hazard rate into economic inactivity falls with the duration of the unemployment spell for men. Each month in the previous unemployment spell reduces the probability of re-entering unemployment among men by 8%, and that of moving into another job by 3%. Men and women who enter work from economic inactivity have higher rates back into economic inactivity relative to those who enter from another job.
These results suggest that a spell of unemployment initiates a period of high labour market activity, increasing the probability that the subsequent job will terminate. The effect is particularly large on the layoff rate and the probability of the job being temporary, and on the probability of subsequently (re)entering unemployment. However, we have also found that these rates fall with the duration of the unemployment spell. That is, the longer individuals remain in unemployment and searching for work, the less likely they are to quit or to be laid off from their subsequent job, and the less likely they are to re-enter unemployment. Men and women who spend more time unemployed and searching for work are rewarded with a better worker-firm match.
Other coefficients of interest
Having discussed the impact of the variables of primary interest, it is worthwhile to briefly consider the effects of the other covariates.
Age and family characteristics are included to capture the impact of life-cycle effects on job tenure. Younger workers, for example, are more likely to gain knowledge about the labour market and their own preferences by trying a variety of different jobs (Stigler, 1962) . We therefore expect age and job tenure to be positively correlated. The coefficients on the age controls suggest that men and women under the age of 25 have higher promotion rates than those aged 55 and over. Age has little impact on the quit rate. Young women and women aged between 45 and 54 have higher layoff rates than those aged 55 and over. Also, men and women aged under 25 have higher job-to-job transition rates, while young men have a higher transition rate into unemployment. There is therefore some evidence of job shopping among younger workers. Men aged under 55 have significantly lower transition rates into economic inactivity than those aged 55 and over, reflecting the latter's likelihood of retirement.
Married men have higher promotion rates than single never married men, although this differential disappears if his spouse is in work. Men with a spouse in employment also have significantly lower quit and layoff rates and have lower transition rates into another job, unemployment and economic inactivity. This perhaps indicates a stronger attachment to the labour market. Married women (especially those with a husband in work), widowed or divorced women, and women with children have lower probabilities of entering temporary jobs than single never married women. Married women also have lower transition rates into unemployment.
Women of non-white ethnic origin have higher quit and layoff rates than white women.
Consistent with this, they also have a higher transition rate into economic inactivity (Booth, Jenkins and Garcia-Serrano, 1999, report significantly lower working propensities among African, Indian, Pakistani, Bangladeshi and Chinese women relative to Europeans).
Education and occupation are included in the model as measures of skill. As we might expect, education generally increases the promotion rate for men, but also the quit rate (although only the coefficients on the 'O' Level and other qualifications variables are significantly different from zero in the latter). 22 Highly educated men are less likely to be laid off relative to those with no qualifications. Women educated to 'O' Level standard or with other qualifications are more likely to suffer a layoff than those with no formal qualifications.
Women in manual occupations have higher quit rates than those in non-manual work.
Consistent with this, they also have higher transition rates into unemployment and economic inactivity. Men in manual occupations also have a higher transition rate into unemployment than non-manual men.
Region of residence has little significant impact on job tenure. Men and women who live in the South East excluding London have higher promotion rates, while women in the same area have higher quit rates than those in the rest of the country. This is reflected in the higher jobto-job mobility rates of these individuals. Previous experience in part-time work increases the layoff rate for men and the quit rate for women. Previous unemployment experience increases the transition rate into unemployment for both men and women. There is therefore some evidence of a causal relationship between past and present unemployment experiences (see Arulampalam et al, 2000 , for further investigations of this issue). Previous self-employment increases the quit rate, the job-to-job transition rate among men, and also that into economic inactivity.
In restructuring a business, employers may destroy part-time jobs before full-time jobs to minimise the loss of firm specific capital (Booth, Francesconi and Garcia-Serrano, 1999) . This is reflected to some extent in these data. Women in part-time jobs have higher quit and layoff rates, and are more likely to be in temporary jobs. This is also reflected in a higher transition rate into economic inactivity. Men in part-time jobs, however, have higher promotion rates relative to those in full-time work, but are also more likely to be in temporary jobs and have higher transition rates into unemployment. The self-employed differ in their 22 'O' Levels refer to Ordinary level qualifications (or equivalent -now called GCSEs) taken at age 16 at the end of compulsory schooling, and acts as a selection mechanism into 'A' Level courses. 'A' Levels refer to Advanced level qualifications (or equivalent) representing university entrance-level qualifications typically taken at age 18.
tenure profiles from paid employees (Taylor, 1998) . Men and women in self-employment are less likely to be promoted (or to leave for a better job) than those in full-time paid employment. Self-employed men are also more likely to quit and are less likely to become bankrupt than full-time men are to be laid off. They are also less likely to make job-to-job transitions.
Public sector workers have lower promotion rates than those in the private sector. Men in public sector jobs are also less likely to be laid off, while women are less likely to quit.
Consistent with these results is the finding that public sector workers have lower job to job transition rates. A number of industry effects also emerge in the data. Individuals employed in distribution, repairs, hotels and catering industries (reference category) have the most labour market mobility. Most notably, men and women in this industry generally have higher promotion and quit rates. Men employed in construction are more likely to be in a temporary job. Men and women with jobs in small firms (defined as employing fewer than 25 workers)
are more likely to experience a layoff from that job. This suggests that jobs last a shorter time in small firms.
Demand side variables, measured by the unemployment rate in the individual's travel-towork area, are important in determining job tenure. We might expect workers to be laid off when labour demand is low and unemployment high, and a number of British studies show that quits are pro-cyclical and layoffs counter-cyclical (Burgess, 1994; Gregg and Wadsworth, 1995; Burgess and Rees, 1996) . These data in fact suggest higher levels of labour market mobility at times of low labour demand.
Investigating Age and Gender Differences
To investigate further the differences between age groups and men and women, we estimate various other specifications of the model. Table 11 and Table 12 show the results from interacting the previous labour market status variables with being aged under 25. These specifications also include all variables as listed in Table 9 . We might expect younger members of the labour force to exhibit different behaviour than more mature workers. Arulampalam et al (2000) for example show that young men suffer less state dependence effects from unemployment than mature men.
The results in Table 11 show that women under the age of 25 who enter a job from unemployment are less likely to be laid off than those aged 25 and over (a coefficient of 1.423-0.862=0.561 compared with 1.423). Similarly, the duration of the unemployment spell has a stronger negative impact on all separations for those aged under 25. That is, the duration of the unemployment spell reduces the probability of leaving the subsequent job for any reason more for those aged under 25 than for men and women in general. The results in Table 12 are similar. This is consistent with the findings of Arulampalam et al (2000) , suggesting that unemployment has less effect on future labour market behaviour for younger workers than for more mature workers.
We examine gender differences in more detail by estimating competing risks model where we pool the observations for men and women. Interactions of the previous labour market status terms with gender are summarised in Table 13 and Table 14 . The specification reported also includes all the variables in Table 9 . Our first observation from Table 13 is that there are no gender differences in the probability of promotion, with a coefficient on the female dummy variable of 0.001 and a standard error of 0.082. This is contrary to the conventional view that women are less likely to be promoted than men either because of covert discrimination in promotion procedures (the 'glass ceiling'), or because they invest less in the specific human capital required for promotion due to better outside opportunities (Lazear and Rosen, 1990) . However, our finding is consistent with other recent evidence for Britain Booth, Francesconi and Frank, 1998) . Further, the effect of the duration of the unemployment spell is insignificant, and there are no differential impacts of previous labour market status for men and women on promotion rates.
The second column shows that women are significantly more likely to quit from their job than men. The coefficient is quantitatively large, the hazard rate for quits is 41% higher for women than for men. Although the duration of the unemployment spell has a negative and statistically significant effect on the termination of the job through a quit, the gender interaction terms are poorly determined and not statistically different from zero. Therefore the characteristics of the previous labour market spell have no differential impact for men and women. Women are less likely to be laid off than men (column 3), the coefficient is statistically significant, reducing the hazard rate by 32%. 23 Again, although men and women entering a job from unemployment have higher layoff rates which fall with the duration of the unemployment spell, there are no gender differences in these effects. Table 14 suggests that no gender differences exist in the probability of making a job to job transition. Entering a job from economic inactivity however, reduces the probability of subsequent unemployment for women relative to men. For men, the coefficient is 0.381, while for women, the coefficient is calculated as -0.277+0.381-0.756 = -0.652. Also, women are significantly more likely to enter economic inactivity than men. The quantitative impact is large, increasing the probability by a factor of three. However, this differential is reduced, although not entirely eliminated, if the job is entered from unemployment or economic inactivity. For men, the coefficient for those entering a job from unemployment is estimated at 1.04, compared with 1.104+1.04-0.997= 1.147 for women. Similarly, for men entering a job from economic inactivity the coefficient is 1.564, compared with 1.564+1.104-0.663= 2.005 for women. The duration of the preceding unemployment spell has a negligible impact among women, with a coefficient of -0.073+0.087=0.014 compared with -0.073 for men.
The probability of entering economic inactivity falls with the duration of the preceding unemployment spell for men, but not for women.
Conclusions
This paper has examined job tenure for men and women in Britain in the 1990s. By using an independent competing risks proportional hazard model, we have studied how previous labour market status affects the promotion, quit and layoff hazard rates in the subsequent job, and the probability of a temporary job ending. Data from the BHPS provide the information on unemployment and job spells.
Descriptive statistics show that part-time employment is a more common destination state from unemployment for women than for men, and that the duration of the part-time job is relatively short (especially for men). Temporary jobs and layoffs account for the largest proportion of jobs that follow unemployment among men, while quits explain a larger 23 See also Blau and Kahn (1981) and Booth, Francesconi and Garcia-Serrano (1999) .
proportion among women. This supports previous British and U.S. studies (Booth, Francesconi and Garcia-Serrano, 1999; Blau and Kahn, 1981; Meitzen, 1986) . Temporary jobs are the main cause of short job tenure among both men and women, implying that unemployed workers accept short-term temporary jobs as a route back into employment.
However, approaching one half of men who leave a temporary job or who are laid off reenter unemployment compared with one third of those who quit. Twenty percent of men and women who find work following a spell of unemployment re-enter unemployment within twelve months. The relatively high layoff rate among men suggests that the unemployed accept poor quality jobs that have high destruction rates.
Importantly, individuals who enter a job from unemployment are found to be four times more likely to be laid off from their subsequent job, and three times more likely to (re)enter unemployment than those entering from another job. Therefore unemployment has a severe penalty on subsequent job tenure. However, the duration of the previous unemployment spell reduces the exit rate from the subsequent job. This suggests that men and women who spend more time unemployed and searching for work are rewarded with a better worker-firm match.
They are less likely to experience a firm initiated separation (layoff) or a worker initiated separation (quit) in their subsequent job. Further, we find that the duration of the unemployment spell has a negative and significant impact on the probability of the subsequent job ending in another spell of unemployment for both men and women. The duration of the unemployment spell has no statistically significant impact on upward career mobility from the subsequent job. These findings suggest that, given an unemployment experience, the duration of the unemployment spell has no deleterious impact on the subsequent job tenure. Although these results should be treated with caution because of the rather short observation window the data allow, they nevertheless are of clear interest to policy makers. 
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